Background: This paper is focused on the usage of social networking sites (SNS) for human resources departments in the process of hiring new employees. It also maps the development and influence of SNS on recruiter's behavior and customs. The main aim is to find out, whether SNS could/will replace traditional online job boards in the Czech Republic. The motivation for the research is to determine whether SNS can be used for serious and practical business purposes. Methods: The paper presents authors' empirical research with two interconnected instruments used for data collection: (1) Questionnaire with 15 questions devoted to usability, evaluation and comparison of SNS with job portals (N=286 HR specialists) and (2) Comparison of 3 online job advertising methods -job portals, SNS and business website. Results: HR specialists regularly use publicly available information on candidates' Facebook profiles. Similar results have been observed using both instruments. SNS's in the Czech Republic are not yet used by recruiters as the main tool for recruitment, however, are often used as a support tool for decision making in the final stage of recruitment. Use of SNS's by recruiters is universal; we have not found any significant differences in terms of demographics (men, women, old, young HR professionals). The rate of utilization of SNS's by recruiters in the Czech Republic is gradually increasing, but does not reach the US level. Conclusion: Our findings confirm the rising importance of social networking sites (SNS) usage as a new recruiting technology. However, as a major player in the field of recruitment, job boards (eg. Jobs.cz) are still important. However, the expectation is that in the near future, this will change and SNS's may replace the job boards.
Introduction
Originating from classic findings that people are connected through just "six degrees of separation," based on Milgram's (1967) Small world study, "the idea that people are organized in "social networks" is much older than the internet. However, recently a social network can be represented as an on-line space designed primarily for interpersonal communication, often referred to as a Social Networking Site (SNS). This is a place for staying in touch with old friends, making new contacts and increasing one's social capital.
There is an enormous interest in SNS from the business sector. Companies advertise themselves here, offer their products, keep in touch with customers and also recently, have started monitoring their employees as well as looking for, and vetting future employee candidates. Social networking sites are becoming important tools in the recruitment area.
They are becoming an important alternative to the traditional recruitment of employees through job boards (e.g. in the Czech Republic jobs.cz). It is clear that the potential of SNS for the Human Resource (HR) area is large. For example, Breithbarth (2011) highlights the advantages of opening a profile on LinkedIn, underlining the fact that just "having a profile" is not enough, it is also necessary to maintain, update and engage on it too.
The companies' main goals are to save money and time when choosing employees, but on the other hand, the savings should not affect the quality of potential employees. The question of how to decrease costs, but maintain the level of the candidates may indicate the smart use of SNS where the individuals may reveal more information than to the recruiter during a job-interview than the recruiter may normally find out. In the U.S., employee selection through SNS is a common practice (O'Shea, 2012) . For the Czech labor market it is a relatively new challenge.
This paper is focused on the SNS and their impact on the HR department in organizations when selecting new employees. It seeks to answer whether social media has a chance to fully penetrate the field of human resources and become a full-fledged tool for job search and recruitment. Or, whether they can move the HR forward in any direction, even perhaps replacing the very popular tools, such as job boards like jobs.cz, prace.cz etc., which currently dominate the field of Czech HR.
Literature review

New trends in HR
Traditionally, a recruiter's options for seeking new candidates have been newspaper advertisements, purchasing databases from external sources or asking specialized hiring professionals to head-hunt the appropriate candidates. Lately online tools have become a possibility. There are six main ways of how to look for an employee in the virtual environment:
• job boards, • aggregators of job offers, • labor offices, • web sites of particular companies (section "vacancies"), • specialized discussion forums, • social networks. Doucek et al. (2012) point out that social media sites like Facebook and LinkedIn have come recently to the labor market, and are used more and more frequently in the area of recruitment. Employers (represented by HR specialists) quickly discovered this new space for facilitating the recruitment process. They are using the SNS to evaluate potential candidates and to choose the best candidates for employment. It is clearly shown by the statistics of CareerBuilder (Hafner, 2009) , that indicates the ratio of hiring decisions are influenced by screening of SNS profiles. Almost, one fifth of the employers claim that SNS content encouraged them to hire the candidate. On the other side, more than 45% of employers stated that due to screening the internet profile of a candidate, they decided not to hire them.
Job seekers are not yet prepared for the new trend. The majority of people who are looking for a new job do not pay appropriate attention to their internet profile (Pavlicek, 2013) . However, the recruiter can find out; whether they are responsible and loyal persons; whether they provided correct information during interviews; how other people react on their comments or whether they are friendly, popular and easygoing, etc. There are many aspects which can be discovered in the recruiting process using social media. SNS can be very dangerous for their users, when they reveal more than they expected or wanted (Sunshine, 2011) .
SNS don't serve their original purpose
SNS are beginning to be used for other purposes than those for which they were originally created. It is typical for Facebook and Twitter. According to Qualman (2011) , 'Social media platforms like Facebook, YouTube and Twitter changed the way consumers behave, connecting millions of people with the instant communication tool.' However, for companies that have established themselves on social networks, is not an easy task to interconnect into one meaningful communication so different fields such as IT, customer service, marketing and management. They must come up with new procedures, roles and responsibilities, metrics and strategies. They must answer the challenges and legal issues that may arise (see Wollan and Smith, 2011) . Reppler's (2011) research confirmed the importance of personal presentation of candidates on the internet, especially on social networks, with following findings related to USA:
Use of Social Networks HR
• Recruiters are using social networks to screen job applicants. This means it is important to carefully manage image on these types of sites. • Facebook and Twitter are being used a lot to screen job applicants. On Facebook and Twitter, hirers are trying to get a more personal view of a candidate, rather than the resume-like view they will see on LinkedIn. Hirers are looking at the social networking profiles of candidates very early in the process. This means that job seekers need to have their online act in order before they begin looking for a job.
Therefore well prepared resume is important, but there are more points, that are taken in account by the employer. One of the new indicators is the overall presentation of the candidate on the internet -his/her digital footprint that leaves during the everyday interaction and communication on the web. 91% of employers check the candidates on the internet; a large part of them verifies their online identities on social networks. The research shows that HR professionals use to determine additional information about the applicant in particular the following sources: Facebook (76%), Twitter (53%) and LinkedIn (48%), (see Figure 1) . Reppler (2011) also summarizes main reasons for hiring and rejecting candidates (Table 1) .
Tools used by HR specialist
Search for the candidates by the advertisements in paper form may now already be considered almost an archaism. Cisco's statistics confirm that in the Connected World Technology Report (CISCO, 2011) . The young generation's attitude towards work with information technologies is changing. The needs and preferences of the next generation of employees will affect the development of the labor market -how the individual companies adapt to these trends will affect their competitiveness in the future in the battle for skilled workers. Professor John Sullivan summed up the 10 strongest trends in recruitment and talent management for 2012 (HRnews, 2012) . These include the strengthening of the influence of social media, which will include more and more relevant data, and also corporate programs recommending talents through connection to social media.
Professional server ere.net (Raphael, 2015) published forecast of five trends that can be expected in recruitment. The most important trend from the perspective of social network is search and recruitment, so-called just-in-time. "The trend of searching employees is being moved from static databases to social media and there is a perspective of continuing and growing that trend. Traditional databases and talent pools will be replaced with online forums and communities. The entire recruitment campaigns can be implemented in a matter of days or weeks." (HRnews, 2012) . Historically, job boards were important on the labor market, both for jobseekers and employers. This fact can be illustrated with the results of a study organized by the research company Factum Invenio, which says that 80% of the internet population is seeking employment opportunities through the internet. Of those, nearly one fifth is heading to social networks, while 75% of applicants are seeking information about offers on specialized job boards, such as Jobs.cz and Prace.cz. (Jobs.cz, 2010) . The advantage of a dedicated online space (job boards) is that there are concentrated those, who are actually seeking work (as opposed to general browsing on social networks). Reppler (2011) 
Methods
Empirical research is based on two interconnected instruments:
• Survey with questionnaire containing 15 questions (listed in subchapter 3.1.) focused on the usability, evaluation and comparison of social networks with job portals and 5 questions focused on the demographic data (N=286 HR specialists).
• Comparison of 3 online job advertising methods -job portals, social networks and business website.
Survey
The aim of the survey was to collect data for subsequent analysis. We try to determine the current view and practice in HR recruitment in the area of social networks compared to traditional methods, such as advertising on job boards. The questionnaire survey was conducted online, during one month period. Link to the questionnaire was sent via e-mail directly to HR professionals (mailing list comes from collaborating personal agency Jobs21) in various sectors within the Czech Republic. Questionnaire was also distributed on Czech HR groups/pages on LinkedIn and Facebook, in the specialized forums and discussion groups focusing on HR.
The questionnaire contained 15 questions devoted to usability, evaluation and comparison of social networks in recruitment with job portals. We used both closed and opened questions in which respondents could evaluate and express their views on social networks and job boards, as well as state their personal experience. List of questions in the survey:
• 
Content Analysis
Content analysis mapped the existing recruitment information channels. We focused solely on on-line channels, because only these are relevant to the subject of our interest (are competitors/substitutes of social networks). Our analysis is based on the results of the questionnaire survey and previous expert interviews, in which we have identified three main recruitment informational channels: companies' websites, job boards and social networks. In the area of job boards server jobs.cz maintains its long term prevalence, so it was chosen as a representative unit of the whole group. Social networks are represented by Facebook (FB), LinkedIn, and Twitter.
Analysis of current recruitment information channels is presented in Table 8 , which presents the advantages, disadvantages and reach of various channels. Finally, we also specified the suitability of a particular channel for different employee positions.
Findings
Questionnaire survey results
Based on our survey, we have come to following interesting results: Survey clearly showed the still prevailing dominance of job portals in the Czech Republic, but it also registered recent rise of social networks on the Czech labor market. (Question: Based on your experience rate social networks by frequency of use in recruitment.)
Question "Do you check the candidate's profile on the social network?" revealed, that almost 53% of HR professionals check the candidate's profiles.
The questionnaire also proved (Question: Do you personally use social networks?) that HR professionals who use social networks in their personal life far more inclined to use social networks for business purposes.
65% of HR professionals who screen the candidate profile on a social network, have their own profile on social networks and are at least occasionally active there. Maybe that is why they hired 62% of applicants discovered directly (firstly) on social networks. On the other hand, HR professionals who do not perform social network screening come mostly (67%) from companies without social network presence. This is why just they hired just 12% of applicants discovered directly (firstly) on social networks.
The survey confirmed (supported by 99 respondents) that HR professionals, who privately use social network at least once a week, do screen the profiles of candidates on social networks. Another confirmed hypothesis (supported by 71 respondents) is, that HR professionals from large companies believe that social networks are the future of recruitment: either as a supplement or even main method of finding candidates. Illustrative finding is, that even the recruiters, who still have not hired any employee based on a contact from the social networks, sometime check the of candidates' online profiles. Answers, how recruiters see the future of social networks, significantly varied: 99% of respondents who do screen candidate's profile, see the future of social networks in the recruitment (either as one of the main alternatives or at least as a support for other ways). In the second group, which does not use social networks for screening, less than 15% of respondents think that social networks have the future in recruitment. On social networks, most respondents are looking for junior positions (35%), followed by management of 19.8%, specialists and top management together less than 6%.
Questionnaire survey highlighted that HR professionals whose company is on social networks and also organizes recruitment within the social networks, are the most frequently between the ages of 18-34 years. This confirms the assumption that the younger generation has therefore closer relation to social networks and modern technology than the older one.
The data presented in Table 6 and Table 7 
Content analysis results
According to the results shown in Table 7 , we selected two most common ways of job advertising and compared them with the social networks.
The most important advantages of SNS compared to job boards and web sites are: price -they are usually free, swiftness (instant publication) and digital footprint 1 . HR professionals realize the benefits of social media. This is confirmed by the results of a questionnaire survey on the question "What benefits of social networks do you perceive in recruitment?". The biggest advantages were: Firstly -that the social networks are the current trend. Secondly the possibility to study candidate's digital footprint, thirdly swiftness of information flow, and a possibility to publish job offers free of charge.
Analysis of the current possibilities of online advertising shows the advantages of social networks compared to working portals and websites. The most important include: Price (usually free), speed (instant view) and digital footprint.
1 1 "Digital footprint" is the data left behind by users in virtual on-line sphere. A passive digital footprint is created when data is collected without the owner knowing (IP address, cookies, etc.), active digital footprints are created when personal data is released deliberately by a user for the purpose of information about oneself by means of websites or social media. Recruiters mainly focus on the active digital footprint (Grayson, 2011 
Discussion
Our survey showed that HR specialists regularly use the public information on candidates' Facebook profiles. Question "Do you check the candidate's profile on the SNS?" revealed, that almost 53% of Czech HR professionals check the candidate's profiles. Similar question in the research made by Reppler (2011) reached 91%, which demonstrates the difference between Czech Republic and USA.
From the data that we have collected and analyzed we could sense that there is an experience gap between employers and potential employees. Employers represented by HR specialist have had very quickly discovered this new space and have learned how to use it to their advantage -for facilitating the recruitment process. They are using the social networks to professionally evaluate potential candidates and to choose the best employees. It is also clearly shown by the statistic of CareerBuilder (Hafner, 2009) .
Employers looking through their employee's pages or data can sometimes gain access to the most intimate personal data. Not only are employees responsible for their statuses, they are also judged by who they are friends with, needing to clean up or delete friends' comments and posts on their pages. Facebook users carelessly publish a lot of personal information. More than 60% show their photos and around 50% of Facebook users, have their wall open for all Facebook users. Based on our research, we for example know that more than 90% of Facebook users have the information about their education publicly accessible (Bohmova and Malinova, 2013) .
As time goes by, we can expect some changes -people probably won't change their behavior or life-style, but they will put more effort in maintaining the good public image in the terms of internet presentation (including forcing Google to "forget" something). Candidates would hide the problematic photos, comments and other information, or even they could publish specific information, that will make up their profile more desirable.
But we expect eventually closing of the gap between employers and employees. So finally the screening the Facebook profile could become almost worthless. On the other hand, it could open new opportunity for Facebook to sell the publicly hidden information to the recruiters, as the LinkedIn already does (Hines, 2015) .
Our survey confirmed that HR professionals from large companies are interested in the social networks' data and believe that social networks are the future: either as a supplement or even main method of finding candidates. The reason may be the fact that large companies are often part of the multinational chains. And if the chain comes, for example, from the USA, the employees in the Czech Republic can be affected significantly by the overall corporate culture. Interesting fact is, that even the recruiters, who still did not accept any employee based on a contact from the social networks, sometime check the of candidates' online profiles.
Our findings can be compared with the results of Jobs. cz (2010) . It declared that even Czech recruiters are beginning to discover new horizons. The study on a sample of 234 Czech recruiters pointed out, that social networks like Facebook or LinkedIn use professionally 24% of the respondents, 27% of them use the social networks only for personal purposes. 44% of HR specialists do not use social networks in order to not lose the time. The remaining 11% of respondents consider the use of social networks in the future.
Social networks noticed the recent trend and skillfully began to adapt to the new situation. The largest ones: Facebook, LinkedIn, and Twitter have developed new tools to effectively link with the labor market. Leadership in relation to HR holds LinkedIn, the social network for professionals, which is inherently destined to be used by human resources.
There are even some special applications created just for recruitment, for example Czech personnel agency "Bohemia job start" has created an applications on Facebook which enables search for job offers, facilitates creation of CV or gives the tips for interview (Facebook, 2014) . Also international company Monster launched the first global Facebook´s application for professional networking -BeKnown (Monster, 2014) . a
Limitations of the study
Our work was focused on Czech Republic only; most of respondents were from Prague. The survey was conducted in Czech language -therefore even foreigners and expats living and working here were excluded from the pool of respondents. Hence the study reflects just and only Czech point of view, which can be different form the global one. Another limitation of the study is self-selection of the respondents, which could further skew the results. Future directions for research (unanswered questions) are thus following: Similar researches should be done in other countries (possible further expansion to V4 and CEE countries).
Also, we have interviewed just HR specialists, but this topic could be also tackled from the point of regular internet users -employees.
Conclusion
Based on our research, we believe that social networks are important HR tool, but they are not able at the moment fully replace the websites of companies or job boards. Websites are and probably will remain important channel to present job offers-especially for companies. Also job boards are here to stay -due to the fact that some professions (plumber, electrician, and other kind of laborers) are inappropriate for recruiting on social networks. However, the increasing importance of social networks is undeniable. Some professions (mostly IT specialists, white collar workers, upper management) will be hired mostly through them, in other cases, the networks will be at least used for background check of selected candidates. We expect that social media will become a suitable alternative to traditional recruiting tools, and we assume that there is a very probable a parallel functioning of all the above mentioned instruments in recruitment.
